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Abstract 
Social media is an online communication medium, where users can interact (which includes posting, commenting, sharing and 
forming communities of mutual interest) with each other and also with the online media in which they want to. In short it means 
creating a digital world of mouth. The present study was conducted to understand the impact of social media on Employee life 
cycle and assess the paradigm shift in HR practices due to use of social media. A sample size of 100 employees of various IT and 
ITES companies were administered a questionnaire. They were from organizations such as Ernst and Young, Deloitte, Infosys, 
Wipro and Capgemini. In addition, 10 HR managers who recruit, induct, train, retain and compensate employees in their 
organization were also interviewed. Results showed that the most visited site by the respondents on the internet is Facebook and 
Wikipedia followed by YouTube, Skype and then employment sites such as naukri, monster etc. Social Media is considered a 
reliable source of information and generally trusted by employees.Most HR managers were found to rely on social media due to 
the ease and convenience and also because of the competitive scenario. Some of the HR managers were found to be using social 
media especially to carry out functions like training and recruiting. They believed that use of these social media gives an 
additional advantage in recruitment process like in expanding the candidate pool, to check the background of the candidate and 
also to interact with active and passive candidates. It also helps for effective employee engagement and collaboration activities so 
that there was good way of communication.HR managers also revealed that social media is an upcoming platform for employer 
branding. However, a word of caution is needed. Too much involvement of social media can have negative effects like having no 
physical interaction with the candidate. This can be an issue, because, sometimes interacting face to face might help rather than 
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getting connected from a social media site. Organizations should exercise extreme caution before relying upon information on
social media sites to make decisions about recruitment and discipline. This information, besides being inaccurate, creates the risk 
of unlawful discrimination, breaching data privacy requirements and infringing individuals’ rights to privacy. Nonetheless, if 
organizations wish to rely on such information, they should have clear processes and policies in place to mitigate such risks.
© 2013 The Authors. Published by Elsevier B.V.
Selection and/or peer-review under responsibility of Symbiosis Institute of Management Studies.
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“If an institution wants to be adaptive, it has to let go of some control and trust that people will work on the
right things in the right way”
1. Introduction
Media is an instrument of communication. The Internet has revolutionized the way individuals, organizations and the 
society communicates. It is no longer used only to find information but also contributes to share opinions,
experiences or other content.  People are increasingly discovering new communication possibilities that the web
offers.  Hence, social media can be said to be a social instrument of communication. Social media is an online
communication medium, where users can interact (which includes posting, commenting, sharing and forming
communities of mutual interest) with each other and also with the online media in which they want to. In short it 
means creating a digital world of mouth.
Social Media- What does it mean? Social Networks vary greatly in how difficult they are to become a part of as
well as how specific their area of interest is. The different social media are:
1.1 Publishing Media where information about widely spoken topics is usually provided in depth. Some of them 
like Wikipedia might be dedicated to discussion about a particular area in all dimensions whereas, blogs explore
different areas.
1.2. Content sharing which allows one to share content with one’s social network. Any topic can be shared 
ranging from music to photos also allowing scope for commenting and discussion.
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1.3. Discussion services have been developed for the simple task of quick communication through chatting or 
video conferencing.
1.4. Behance is a social network only for people interested in art and design and one must go through a review 
process to be accepted into the network.
1.5. MicroBlogging is very similar to regular blogging and the publishing media except that’s it is done in much
smaller chunks. Twitter only allows 140 characters for example.  Many of these services are easy to set up and 
are built for the users to share information frequently and freely.
1.6. Live streaming are applications that allow the users to create a one-stop-shop for all the feeds that they are
generating through other social media. It aggregates a user’s activity around the web and presents it all in one
location.
1.7. Livecasting, while broadcasting our entire life may seem inapplicable for us, it has become an internet
sensation with a lot of users. Sites like Livestream; Justin.tv allows broadcasting our life or sitting back and 
watching others.
1.8. Virtual Worlds are entire online environments, usually in a digital three dimensional environment where 
users can create personalities and avatars and interact with other users with a more graphic representation of a
physical space.
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1.9. Social Games and Massive Multiplayer online games are extremely popular online and maybe none more so 
than the ones that include your friends in the game play. Some of these can be stand alone websites or they can
also be applications that are used within existing social networks.
1.10 Organizations and Social Media
Adopting social media as a platform to engage employees, is challenging as it would mean taking the
organization level data to the cyberspace which is risky. In the economic sense, investing in social media is
beneficial, as it allows in-depth research with absolutely zero cost. It is possible to set goals at no cost, and get 
ROI in the virtual level. The challenge lies in getting comfortable with the social media by balancing the risks of 
speaking out and reaching each other and the clients with the associated risks. Hence, it is necessary to draft
policies, which do not curtail the employees from expressing their views, yet not damage the company.
2. Objectives of the Study
a) To understand the impact of social media on Employee life cycle.
b) To analyze the   various sourcing channels available from social media.
c) To study the effects of social media on employees’ decision making.
3. Research Methodology 
The research was conducted by getting responses from two sets of people:
Employees: A sample size of 100 employees of various IT and ITES companies were administered a 
questionnaire. They were from organizations such as Ernst and Young, Deloitte, Infosys, Wipro and Capgemini.
Respondents included employees from different verticals across the branch. Respondents selected for the survey 
were a mixture of - 
a) Employees who had worked for more than a year in the organization. 
b) Employees who had just joined the organization.
c) Candidates who had rejected  offers to join other  companies
d) Employees who had worked for more than one year in the company and had left.
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HR managers who recruit, induct, train, retain and compensate employees in their organization. These were 10 
in number. 
4. Results 
4.1. Impact on People Practices 
It was found that all the basic HR functions like Talent attracting, Talent acquisition, Hiring, Training, Retaining, 
Refreshing talent; Benefits Management can be effectively managed by social media. Some of the aspects are listed: 
 
• Basic background search can be conducted on the candidates applying for the company  
• Used for relationship building and networking within employees and external customers. 
• For reaching out to new customers and for recruiting the best minds. 
• In order to improve the employee engagement. 
• To train the employees, and also improve knowledge sharing. 
• Creatively engaging in online discussion forums/getting insight about employee grievances. 
4.2.  Social Media was being used for  the 5 Cs :- 
a) Content: Sharing of information, knowledge in open platforms such as Wikipedia, YouTube is where 
general business information is shared and also on the internal platforms within where data specific to the 
company and confidential data is also shared. 
b) Conversation: General tools for discussions and company specific internal communication platforms are 
very effective in building friendly relationships and in many cases can be used to solve issues within the 
business verticals. It also ensures solving problems sitting in the desk. 
c) Collaboration: Increased use of online media and networking has brought a sense of togetherness and 
bonding causing people to share ideas and also use them in case of similar problems. 
d) Community: People of similar interests share their ideas and thus it benefits across businesses, where 
their areas of interests are similar. 
e) Collective Intelligence: Organizations acquire talents, through effective use of social media and also 
rehire talents with more experience. This helps in managing talents and ensuring the best ones are 
retained. 
4.3.  Stages of the Employee Life Cycle 
a) Onboarding: This first stage wherein the employee is included in the organization and given access to 
the organization data. 
b) Orientation: Employee settles in the job, integrates with the corporate culture, familiarizes with co-
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workers and management and establishes his role within the organization. 
c) Career planning: The Management in consultation with the employee collaboratively develops 
objectives and goals. Personality profile assessments are sometimes used in 
conjunction with an evaluation of the employee’s performance to date. 
d) Career development: The employee role matures within the organization. Professional development 
involves additional training. The challenges in this stage are employee engagement and retention. 
e) Termination: This final stage is sometimes referred to as “transition,” i.e., the employee leaves the 
organization. The processes are dependent upon whether departure is the result of resignation, firing or 
retirement. Organizations schedule exit interviews in an attempt to get useful input from the departing 
employee. 
 
4.4.  Social Media impacts Employee Life Cycle at 3 stages: 
a) Before joining the company 
b) Tenure at the company 
c) After leaving the company 
 
a) Before Joining               
Attracting candidates to apply 
Peer to Peer recruitment 
Reputation and Brand assessment 
Referral schemes 
Talent communities 
Organization culture 
Giving feedback on an interview 
Finding companies that match the areas of interest 
Selecting a particular company 
Preparing for interview accepting the offer 
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b) Tenure at the company
On boarding help 
Role specific documents (wikis)
Q&A discussions 
Experience platforms
Track search
Learning –virtual classrooms
Idea generation portals 
Development Groups Retention tools
c) After leaving the company
Connected to the company on its alumni network 
Answering queries of enthusiasts who want to join
5. Analysis of Responses
A) Time Spent on the Internet- The time spent by the user on the internet revealed that approximately 40% of the
people spend 3-6 hours on the internet closely followed by 37% who spent 1-2 hours each day.
Figure 1: Time spent on the internet 
7.74%
36.90% 38.10%
10.12% 7.14%
Time spent on internet
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B Most visited site: The site most visited by the respondents on internet is Facebook and Wikipedia followed by 
YouTube, Skype and next employment sites such as naukri, monster etc.
Figure 2: Most visited social networking site
C). Social Media as an Internal Networking Tool:
Figure 3: Social Media as an  internal networking tool
It was seen that social media is used extensively as an Internal networking tool, i.e. communication within the 
company, sharing knowledge technically, medium of relaxing, medium of showcasing talents. Some
respondents felt that it could not be used for forming role models within the company.
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D) Most Preferred Source of Seeking A Job When Looking For A Change 
 
Figure 4: Most Preferred Source for seeking a job 
From Figure 4 it can be observed that majority of employees use Job portals when looking for a job change followed 
by the next highest percentage who enquired with their network of friends and family. 
E). Sites/ Information Most Commonly Accessed On Internet for Interview Preparation; 
 
Figure 5: Sites used for accessing information. 
Company website is a major source of information for the employees. This was closely followed by Word of Mouth 
and Newspaper articles.  
Table 1:  Use of YouTube by HR managers for training employees 
S. No Particulars Percentage 
1  Yes 60 
2  No 40 
 
It can be seen that majority of the HR managers  (60%) used YouTube to train their employees. 
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6. Conclusion 
a) The most visited site by the respondents on the internet is Facebook and Wikipedia followed by  YouTube, 
Skype and then employment sites such as naukri, monster etc. 
b) Through the comments and posts in social, employees can influence friends to apply for the company they are 
currently working in.  
c) Social Media is considered a reliable source of information and generally trusted by employees. 
d) Majority  respondents felt that Social Media is a great tool for Internal networking and relaxing rather than 
for forming role models  
e) The most important use of social media according to respondents was for internal communication within the 
company, followed by collective intelligence which means sharing the knowledge within blogs and internal 
forums. 
f) Company website is a major source of information for the employees. This was closely followed by Word of 
Mouth and Newspaper articles. 
g) 31 % of employees use Job portals when looking for a job change followed by 25%  who enquired with their 
friends and family network. 
h) Social Media is being used in companies and it does influence the decision of the employees, but it can be 
used to a much a greater extent and its limits can be extended. 
i) Social media offers many potential benefits—but none are guaranteed as reliability of source is a grey area. 
j) Most HR managers were found to rely on social media due to the ease and convenience and also because of 
the competitive scenario. Some of the HR managers were found to be using social media especially to carry 
out functions like training and recruiting. They believed that use of these social media gives an additional 
advantage in recruitment process like in expanding the candidate pool, to check the background of the 
candidate and also to interact with active and passive candidates. It also helps for effective employee 
engagement and collaboration activities so that there was good way of communication. 
k) HR managers also revealed that social media is an upcoming platform for employer branding 
l) Word of Mouth is still one of the most important sources for branding of organizations. 
7.  Recommendations 
a) More emphasis has to be laid on   interactive platforms like Linked in and Twitter. The baby boomers and 
millennials who constitute a chunk of the workforce  are the most active end users of  social Media sites such 
as Facebook and Twitter 
b) Organizations should create at least a basic formal policy or set of guidelines, even if social media is not yet 
being used in any formal way. This policy should be carefully  vetted with relevant stakeholders, including 
legal and human resources. 
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c) At the same time, organizations should ensure that alternatives exist for people who do not use social 
networking sites in recruitment practices. 
8.  Finally,  A Word of Caution 
Too much involvement of social media can have negative effects like having no physical interaction with the 
candidate. This can be an issue, because, sometimes interacting face to face might help rather than getting connected 
from a social media site. 
 
Organizations should exercise extreme caution before relying upon information on social media sites to make 
decisions about recruitment and discipline. This information, besides being inaccurate, creates the risk of unlawful 
discrimination, breaching data privacy requirements and infringing individuals’ rights to privacy. Nonetheless, if 
organizations wish to rely on such information, they should have clear processes and policies in place to mitigate 
such risks.  
 
Thus, it can be summed up that social media has substantially improved people practices in organizations and yet, 
much of its potential is yet to be utilized. This will bring considerable changes in the workplace and its culture. 
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